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ARTICLE 1 
AGREEMENT 
AGREEMENT between the undersigned COUNTY OF ALBANY, N.Y., a municipal 
corporation of the State of New York, hereinafter referred to as the "Employer", ALBANY 
COUNTY NURSING HOME AND ANN LEE HOME and 1199 SEW UNITED HEALTHCARE 
WORKERS EAST (Service and Maintenance Unit) with its office at 310 W. 43rd Street, New 
York 10036, hereinafter referred to as the "Union" wherein IT IS MUTUALLY AGREED, as 
follows: 
ARTICLE 2 
RECOGNITION 
Section 1. The Employer recognizes the Union as the sole and exclusive representative and 
bargaining agent within the purpose and meaning of Sections 203 and 204 of the Civil Service 
Law, otherwise known as the Taylor Law, for and on behalf of those Employees constituting the 
unit included in the Certification of Representative and Order to Negotiate issued by the Public 
Employment Relations Board on September 14, 1978; Case No. C- 1704 and C- 17 13 as follows: 
Included: All full-time, regular part-time and part-time non-supervisory 
Employees at the Albany County Nursing Home and Ann Lee Home in the following 
sections or titles; Boiler Room, Housekeeping, Laundry, Bus Driver, Activities (except the 
Director), Receiving, Maintenance, Preventative Maintenance, Crafts, Groundsmen, LPN, 
Nursing Assistants, Clinics, Central Supply, Transportation, Medical Stores Clerk, 
Physical Therapy Aides and Assistants, Plumbers, Building Mechanic, Building 
Mechanics Helper, Assistant Activities Leaders, Clinic Coordinator, Occupational Therapy 
Aides and Assistants, Carpenter, Electrician, Dietary, Personal Care Attendant, Senior 
Nursing Assistant and Lounge Monitor. 
Section 1A. 
Full time Employees are defined as those Employees who are scheduled to work 37.5 
hours per week or seventy-five (75) hours over a two-week period. 
Regular part-time Employees are defined as those Employees who are scheduled to work 
nineteen (19) or more hours per week. Regular part-time Employees are eligible for pro-rated 
benefits as noted throughout this agreement. 
Part-time Employees are defined as those Employees who are scheduled to work less than 
nineteen (19) hours per week. Part-time (less than 19 hours per week) Employees are not eligible 
for benefits except where noted throughout the agreement. 
Section 2. All new titles or positions that are created shall be discussed by the parties. If a 
resolution cannot be reached as to the inclusion or exclusion of said titles in the bargaining unit, 
the matter shall be sent to Public Employment Relations Board (PERB). 
Section 3. It is agreed that this contract shall apply and continue in full force and effect at any 
location to which Albany County Nursing HornelAnn Lee Nursing Home shall move. It is 
further agreed that this contract shall apply to any new or additional facilities of the Employer 
under its principal direction and control within Albany County. 
ARTICLE 3 
UNION STATUS AND RIGHTS 
Section 1. 1199 SEW, New York's Health & Human Service Union, AFL-CIO, shall have the 
sole and exclusive right with respect to other Employees Organizations to represent all Employees 
in the heretofore defined negotiation unit in any and all proceedings under the Public Employees 
Fair Employment Act; under any other applicable law, rule, regulation or statute, under the terms 
and conditions of this Agreement; to designate its own representatives and to appear before any 
appropriate official of the Employer to effect such representation; to direct, manage and govern its 
own affairs; to determine those matters which the membership wishes to negotiate and pursue all 
such objectives free from any interference, restraint, coercion, or discrimination by the Employer 
or any of its agents. 
Section 2. The Employer will be notified in writing by the Union of the elected officers, 
delegates and other designated Union representatives. 
Section 3. Designated Union officers and delegates of the local will be allowed a reasonable 
amount of official time to consult and meet with management officials regarding grievances and 
practices governing general workmg conditions. Any and all visitors must sign in at security prior 
to entering the premises. 
Section 4. The Employer agrees to grant a cumulative total of fifteen (15) days for Union 
Delegates to attend 1199 SEW activity sessions, conferences, seminars or meetings. This time 
will be allotted provided departmental operations are not impaired. The Employer will not 
unreasonably withhold such approval; however, requests for Union days must be verified by the 
Union in advance of such time off. All preparation and aspects of negotiations are excluded from 
this Section as well as Labor Management meetings. 
Section 5. Official time for Union Representatives will be authorized for negotiation of the 
Agreement, including preliminary meetings on ground rules through all aspects of negotiations 
and mediation and impasse negotiation procedures. 
Section 6. Union Employees who are members of 1199 S E N  as of January 1, 1989, shall 
remain as members of SEIU or, if membership is dropped, shall become Agency Fee Payees. All 
Employees hired after January 1, 1989, shall become Agency Fee Payees, if they do not become 
members of 1199 SEW. Agency Shop Forms must be signed. 
ARTICLE 4 
MANAGEMENT RIGHTS 
Section 1. The Employer retains the exclusive right to hire, direct and schedule the work 
force; to plan, direct, and control operations; to discontinue, reorganize, or combine any 
department or group of activities with any subsequent reduction or other alteration in the work 
force; to lay off Employees; to promulgate rules and regulations; to implement new or different 
methods for efficient operations, even when such implementation causes a reduction in the work 
force, and in all cases to perform the usual and customary practices of management. 
Section 2. The Union will cooperate fully in assuring that both facilities obtain efficiency in 
daily operations, maximize productivity and maintain the highest, most optimum quality care 
rendered to its patients and residents. 
ARTICLE 5 
LABOR MANAGEMENT COMMITTEE 
A Labor-Management Committee consisting of eight (8) members, four (4) Union and four 
(4) Management, will be set up to meet once a month to discuss suggestions made by the 
Employer and the Union for improving working relations and conditions and to review and make 
recommendations regarding problems of both the Union and the Employer. In cases where extra 
people are needed at such committee meetings, their attendance will not be unreasonably denied. 
Minutes of said meeting shall be signed off by each party. 
ARTICLE 6 
VACANCIES AND HIRING 
Section 1. The Employer shall notify the Union of all vacancies as they occur. All position 
vacancies shall be posted for ten (10) calendar days prior to the position being filled. 
Section 2. Appointments will be made based on the applicant's qualifications and seniority. 
The Union shall be notified when the position is filled. 
Section 3. Notwithstanding the foregoing, the Employer reserves the right to hire those 
qualified applicants whom, in its discretion, are best suited to do the job. 
Section 4. The Employer shall not be required to notify the Union of any job vacancy which 
must be filled immediately to meet an emergency or to safeguard the health, safety or well being 
of patients and residents. 
Section 5. At the time of hire, all bargaining unit Employees shall receive from the Union 
andlor the Employer, the Labor-Management Agreement between 1199 S E N ,  and the Albany 
County Nursing Home and Ann Lee Home along with a kit of Union material. 
Section 6. At the time of hire, all Employees shall also receive from the Employer, a Fire and 
Safety Plan, Health Insurance Pamphlets, pamphlets concerning Retirement and Death Benefits 
and other information deemed applicable. 
Section 7. All Employees are required to notify the Department of Personnel, as well as their 
Department Head, at such time that they have a change in name, address, or phone number. 
ARTICLE 7 
PROBATIONARY EMPLOYEES 
Section 1. All newly hired Employees shall be considered probationary for a period of not less 
than eight (8) weeks nor more than twenty-six (26) weeks, exclusive of hours not worked (for 
example, if an Employee is out on worker's compensation, disability, military, maternity or other 
unpaid leave, as well as jury duty, the probationary period may be extended by that number of 
days). Lf the probationer successfully completes the eight (8) week minimum probation period and 
is not notified in writing that his or her probation is being extended, hidher appointment shall 
become permanent. 
Section 2. Written evaluations will be documented at one (1) month intervals and placed in 
the Employee's file. Both the Department Head and the Employee will endorse each evaluation. 
The Employee's signature only implies knowledge of said evaluation. 
Section 3. During or at the end of the probationary period, the Employer may discharge an 
Employee at will. Such discharge shall not be subject to the grievance provisions of this 
Agreement. 
ARTICLE 8 
JOB DESCRIPTIONS 
Section 1. The Employer will distribute job descriptions specifying duties of the Employees. 
Section 2. Changes in job descriptions and titles are approved by the Albany County Civil 
Service Commission in accordance with Albany County and New York State Civil Service Law. 
Section 3. It is agreed that the Employees shall have the right to submit recommendations for 
job descriptions through the Labor Management Committee. 
ARTICLE 9 
JOB CLASSIFICATIONS 
Section 1. An Employee regularly assigned to perform the duties of a higher classification, 
(after five (5) days in a fiscal year), shall be compensated at the higher rate above hisher regular 
rate for that tour of duty, (seven and one half (7 '/z) hours). The rate of compensation shall be the 
difference between the Employee's current job classification, Step 1, and the higher classification, 
Step 1. On-the-job training shall be exempt from this clause. Seniority shall apply, on a rotating 
basis, for the purpose of determining out-of-title assignments, providing the Employees are 
qualified to perform said work. 
Section 2. An Employee wishing to contest performance of duties, "work out of title," may 
proceed through the Grievance Committee. 
ARTICLE 10 
SCHEDULING 
Section 1. Schedules will be posted at least two (2) weeks in advance, but may be changed in 
case of emergency. In the event that it is necessary to make a change in an Employee's schedule, 
said Employee shall be given as much advance notice as possible of said change. 
Section 2. Every effort will be made to provide that Employees not be required to work more 
than five (5) consecutive days. 
Section 3. Work schedules will provide that Employees will work five (5) consecutive days 
followed by two (2) consecutive days off. However, staffing needs could necessitate requiring an 
Employee to have split days off or work more than five (5) consecutive days. If maintenance and 
laundry bargaining unit members are called into work, the Employees will receive a minimum of 
four (4) hours of pay or be paid for actual hours worked, if greater than four (4) hours. 
Section 4. All Employees required to work twenty-six (26) weekends per year will continue to 
be required to do so. Schedules will provide twenty-six (26) weekends off per year for said 
Employees; however, during times and in areas where it is impossible to do so, the Employer 
agrees to equalize weekend work in those areas and among the Employees. An absence from 
work on a scheduled weekend, or portion thereof, will be rescheduled for a later date. 
The provisions of this section apply to, and in areas where such a policy exists, or where it is 
deemed by the Employer necessary to do so for the proper operation of the department. 
It is understood by both parties that this clause is waived for bereavement (as defined in this 
contract), worker's compensation, and disability. 
It is management's sole and exclusive right to waive this clause for any extenuating 
circumstances. 
Section 5. Anyone who feels that hidher schedule has been consistently or unfairly changed 
will have recourse through the Grievance Procedure. 
ARTICLE 11 
SHIFT AND SHIFT DIFFERENTIAL 
Section 1. Effective upon the signing of this Agreement, full-time Employees working on 
the second (evening) or third (night) shifts shall receive a shift differential as follows: 
Second Shift $780.00 annually 
Third Shift $780.00 annually 
Regular part-time and part-time Employees shall receive a pro-rated shift differential based on 
hours worked. 
Section 1.2.Weekend Differential: &l Employees required to work from 11 :00 p.m. Friday 
through 11:OO p.m. Sunday shall be compensated as follows: 
11:OO p.m. - 7:00 a.m. +$1.75 per hour 
7:00 a.m. - 3:00 p.m. +$1.75 per hour 
3:00 p.m. - 1 1 :00 p.m. +$1.75 per hour 
Section 2. Employees shall work on the shift, shifts or shift arrangements for which they were 
hired. The Employer may, however, change an Employee's shift when necessary for the proper 
operation of either facility, based upon seniority and qualification, with the least senior Employee 
being subjected to a shift change. Employees shall be given at least two (2) week's notice of a 
shift change except in cases of emergency. 
Section 3. Employees may request a change of shift. Approval of such request will be based 
upon the operational requirements of both facilities, as well as the Employee's ability to function 
on such shift. The Employer retains the right to make this determination. If more than one 
Employee applies for a shift change, seniority shall prevail. 
Section 1. In the eve :nt that a 
ARTICLE 12 
TRANSFERS 
m Employee permanently transfers i nto a new classification 
within the Bargaining Unit, helshe retains all unit-wide seniority, and begins to accrue 
departmental seniority in the new classification immediately upon transfer. 
Section 2. Any involuntary transfers shall be made in accordance with seniority. 
Section 3. Voluntary transfers shall be permitted at the discretion of the Executive 
DirectorIAdrninistrator. Any person voluntarily transferring shall be placed in the highest 
available position, with salary up to or equal to the transferee's present salary, with the 
transferee's title. 
ARTICLE 13 
OVERTIME AND WORK WEEK 
Section 1. All overtime shall be assigned on a rotating, non-discriminating basis within each 
Department in accordance with seniority. 
Section 2. All overtime requires prior management approval. All authorized overtime shall be 
paid in quarter-hour (114) increments at the appropriate rate of pay. 
Section 3. Overtime (O.T.) shall normally be assigned to Employees to cover the following 
shift. However, the Employer will assign O.T. to those Employees who request such O.T. unless a 
conflict among or between Employees arises, wherein the Employer will assign O.T. on a rotating 
basis, beginning with the most senior, to such requesting Employees. However, in the absence of 
volunteers, the least senior Employee must remain on duty to cover the following shift, as 
specified. 
Section 4. All Employees will be compensated at the rate of time and one-half (1-112) their 
regular straight hourly rate for all hours worked in excess of thirty-seven and one-half (37-112) 
hours in any workweek. Those Employees working seventy-five (75) hours over a two (2) week 
work period will be paid time and one-half (1-112) for hours worked in excess of seventy-five (75) 
hours. 
Section 5. For purposes of overtime computation, the workweek shall begin at 7:00 a.m. 
Friday and end at 6 5 9  a.m. the following Friday. 
Section 6. Effective upon the signing of this Agreement, all Employees will have one-half (%) 
hour unpaid lunch break per working day and, in addition, thirty (30) minutes of paid break time 
per working day. 
Section 7. Unpaid absences shall not be considered as time worked in computing overtime. 
h cases of mandatory overtime, Employees will be paid at time and one-half. 
Section 8. Docking for unauthorized absences during the scheduled workday shall be done in 
quarter (114) hour increments at the appropriate rate of pay. 
Section 9. All Employees who work four (4) hours or more overtime shall have a meal 
provided by the employer for the shift involved. 
ARTICLE 14 
PROMOTIONS 
Section 1. The Employer agrees to a policy of advancement from within thus, whenever a job 
opening occurs, the Employer will make every effort to fill the opening with a current Employee. 
Full time Employees shall have preference on promotional opportunities. 
Section 2. Senior Employees shall have preferences of employment and promotional 
opportunities and to work at the job for which the pay is the highest, providing such Employees 
are qualified for such work. 
Section 3. Advancement shall be by seniority where the skill and ability of the applicants are 
relatively equal. 
Section 4. No person shall be hired from outside the classification for a higher position until 
the applicants in the lower position within the classification have been considered. 
Section 5. An Employee who is promoted shall serve a probationary period of twelve (12) 
weeks before hisher new position becomes permanent. If removed during the probationary 
period, such Employee shall be returned to hislher former position without loss of seniority, pay or 
benefits unless such Employee is terminated for cause. 
ARTICLE 15 
SENIORITY 
Section 1. The Employer agrees to recognize the principles of seniority, defined as follows, 
based upon the date of employment of each individual Employee. 
Section 2. Definitions 
A. Bargaining Unit Seniority is defined as the length of time, (from date of hire) an Employee 
has been continuously employed in any capacity by the Albany County Nursing Home andlor Ann 
Lee Home. 
B. Classification Seniority is defined as the length of time an Employee has been 
continuously employed in a specific job classification within a department and within a budgetary 
unit of the County. 
Section 3. An Employee's seniority shall apply from the date of hire, but the Employee must 
complete the applicable probationary period before the Employee's position becomes permanent. 
Section 4. Application 
A. Bargaining Unit Seniority shall apply for the purpose of layoff, recall and bumping as well 
as for determining eligibility for all benefits. 
B. Classification Seniority shall apply on a rotating basis for the purpose of determining 
choice of holidays, vacations, overtime, and all other related seniority benefits. 
Section 5. The Employer shall maintain an up-to-date seniority list for all bargaining unit 
personnel and, if requested by the Union, shall provide them a copy. 
The list shall provide the following information: name, address, telephone number, 
social security number, date of hire, rate of pay, shift and location. 
Section 6. Loss of Seniority: Seniority may be lost by any one of the following: 
A. Resignation 
B. Discharge for just cause. 
C .  Exceeding an authorized leave if absence, except for a reason satisfactory to the 
Employer. 
D. Layoff for period in excess of one year. 
E. Failure to return from a layoff within five (5) days of recall notice. 
ARTICLE 16 
LAYOFF AND RECALL 
Section 1. Notice 
1. A "layoff' is defined as an adjustment or a reduction in the workforce due to program 
changes or curtailment of a general decrease in operations. 
2. The County will give sixty-(60) calendar days formal notice prior to the institution of a 
layoff to the Union and will meet with the Union within ten (10) calendar days thereafter to 
discuss issues. 
3. Individual Employees will be given at least two (2) weeks notice prior to actually being 
laid off. 
Section 2. Competitive Class: In the event of any layoff andor recall of competitive class 
Employees, the County will follow the Civil Service Law. Additionally, if a competitive class 
Employee held a non-competitive or labor class job immediately prior to hislher taking a 
competitive class position, helshe can retreat to such non-competitive or labor class position to 
the procedures outlined in Section 3 below. 
Section 3. Labor and Non-competitive Class 
1. In the case of layoffs, reduction of force andor reemployment of labor or non-competitive 
class Employees, the County shall proceed strictly by seniority in the affected job titles. 
2. For the purposes of this provision, seniority shall be defined as the length of continuous 
service from the first date of employment within the Bargaining Unit with no breaks in 
service of more than twelve (12) months. Only time on full-pay status or an approved paid 
leave shall count towards seniority. (Full-timelfull-time; part-time1 part-time.) 
3. Seniority dates based on veteran's status are as follows: 
a. Non-Disabled Veterans: the date of original permanent appointment is thirty (30) 
months earlier than the actual date. 
b. Disabled Veterans: the date of original permanent appointment is sixty (60) months 
earlier than the actual date. This also applies to head of household spouses of 
disabled veterans with 100% service connected disability. 
c. Definition of Veteran's Status: 
1. Veteran: an individual afforded status as a veteran must have served in the 
armed forces in the time of war as defined in Section 85 of the Civil Service 
Law and received an honorable discharge or release under honorable 
circumstances. 
2. Disabled Veteran: to qualify as a disabled veteran an individual in addition to 
Section (c)(l) above, must be certified by the Veterans' Administration and is 
entitled to receive disability payments for the disability incurred in time of 
war. 
4. Layoffs will be made on a Department basis within the facilities. 
The Employee in the job title where the reduction is to take place who has the least 
seniority shall be removed from the job first. 
If that Employee has worked in another job title, helshe shall have the right to transfer 
back into such classification provided helshe has more seniority and has held that prior 
job title on a permanent basis immediately prior to the job title from which the Employee 
is being laid off. 
Where Employees have the same seniority date as outlined in paragraph 3.2 above, the 
"tie breaker" shall be the third letter of the last name. 
Preferred Lists and Recall: 
i. All names of laid off Employees shall be placed on a preferred list for a 
period of up to four (4) years. Such Employees shall be recalled in the 
order of their seniority for the position for which such Employee was laid 
off. 
ii. Notification shall be in writing by personal service or by certified mail to 
the Employee's last known address and a copy of such notification shall 
be forwarded to the Union 
iii. The Employee is not required to serve a probationary period upon 
reinstatement from a preferred list unless such Employee was serving a 
probationary period at the time if the layoff. 
iv. Any Employee who refuses a recall from the preferred list will have 
hisher name removed from such list. 
Union delegates shall be granted preferential seniority within their job classifications 
during their term of office. 
Section 1. Definition: A. 
difference regarding application 
Agreement, or any existing law, 
ARTICLE 17 
GRIEVANCE PROCEDURE 
The tenn "grievance" is defined as any claimed violation or 
of the terms and conditions of employment arising out of this 
rule, procedure, regulation, administrative order or work rule of 
the County. 
B. The term "days" shall mean "working days", Monday through Friday, excluding 
holidays. 
Section 2. The parties hereby agree to the following procedure in handling grievances. 
Steu One: The Employee shall meet with the immediate supervisor(s), and present the 
grievance verbally within ten (10) working days after the Employee becomes aware of the matter. 
The Employee may be accompanied by a Union Delegate andlor Union Officer. If the grievance 
cannot be resolved verbally at this meeting, the grievance shall progress within ten (10) days to 
Step Two. 
Step Two: The aggrieved Employee with hidher Union Delegate andlor Union Organizer 
shall submit a written grievance to the Department Head and a meeting between the grievant, 
hisher Union Delegate and/or Union Organizer and the Department Head shall take place within 
two (2) working days. The Department Head will render a written answer to the Employee and 
the Union within two (2) working days following this meeting. If the grievance is not resolved, 
the grievance will progress within three (3) days to Step Three. 
Step Three: The aggrieved Employee with hdher Union Delegate and/or Union Organizer 
will submit the written grievance to the Administrator. Within seven (7) calendar days, a 
meeting will be held between the grievant, who shall be represented by hisher Union Delegate 
and the Union Organizer and the Administrator. The parties will make every attempt to resolve 
the matter at this meeting. The Administrator will issue a written answer to the Employee and 
the Union Organizer within three (3) working days following this matter. If the grievance is not 
resolved, or no response is received within the time limit, the grievance will proceed to Ster, 
Four. 
A grievance concerning a discharge or suspension may be presented initially at Step Three in the 
first instance, within the time limit specified in Step Three. 
Grievance timelines maybe extended by mutual consent of both parties. 
All third step decisions will be mailed andtor faxed to the Union Organizer in care of the Union 
Headquarters at 155 Washington Avenue, Albany, New York 12210. 
Step Four: In the event the Union disagrees with the decision from the Administrator, or if no 
response is received, the Union may elect to submit the matter, in writing, to arbitration by filing 
a demand for arbitration with the New York State Public Employment Relations Board in 
accordance with its rules and procedures. The demand for arbitration must be filed within 
twenty (20) calendar days from receiving the response, or if no response is received from the 
Administrator. Failure to file the demand within the twenty (20) calendar days shall make the 
matter ineligible for arbitration or any other appeal, and the case will be deemed to be closed. 
The arbitrator's decision will be in writing and will set forth hisher findings, reasoning, and 
conclusions of the issues submitted. The decision of the arbitrator shall be final and binding on 
both parties. The arbitrator shall have no power to alter, add to or detract from the provisions of 
this Agreement. 
The cost for the services of the arbitrator will be borne equally by the County and the Union. In 
the event that a scheduled grievance arbitration hearing is canceled unilaterally by a party, within 
the time period fixed by the arbitrator after which the arbitrator's fee will be payable in any event, 
then the resulting fees payable to the arbitrator will be the responsibility of the party that canceled 
the hearing. 
Except as otherwise provided in this Agreement, each party shall be solely responsible for the 
payment of its respective witnesses, andlor other parties, at each step of the grievance and 
arbitration procedure. 
Section 3. Civil Service Rights 
The procedure under this article shall be the sole and exclusive procedure with respect to 
disciplinary actions and replaces Sections 75 and 76 of the New York State Civil Service Law, 
except as provided for under Article 7 of this agreement. 
ARTICLE 18 
DISCIPLINARY ACTION 
Section 1. The Employer agrees that no Employee shall be discharged or subject to 
disciplinary action without just cause. Proof of such cause shall be presented to the Employee and 
the Union prior to any disciplinary or discharge action except in the case of emergencies. All such 
disciplinary and discharge action shall be subject to the terms of the Grievance Procedure of this 
Agreement. At the time any disciplinary action is imposed, or within seventy-two (72) hours 
thereafter, where action is taken under emergency circumstances, the Director, or the Director's 
designee imposing the disciplinary action shall provide a written explanation of the disciplinary 
action taken and the reason therefore. No Step Three hearing may be held prior to the service of 
these charges. 
1 Section 2. Upon discharge, the Employer shall pay all money due to the Employee. 
Section 3. The standard procedure for discipline and discharge shall be one (1)  verbal notice 
in that the Employee shall sign for, indicating that the Employee has been given verbal notice, and 
three (3) written warnings, followed by a notice of suspension or termination for repeated 
infractions. The Employee may request a union delegate be present at the verbal warning. 
Section 4. There are cases, however, of Employee misconduct which constitutes a major 
infraction requiring immediate discipline or discharge. Such major infractions include, but are not 
limited to: Drunkenness, theft, insubordination or physical altercations with fellow Employees. 
These offenses may result in immediate discipline, suspension or discharge. 
section 5. Any disagreements as to the nature or severity of the infraction will be subject to 
ithe Grievance Procedure. 
Isection 6. Employees will have access to, and an opportunity to inspect, their complete 
I personal file, upon request. 
Section 7. All warnings or disciplinary notices shall be withdrawn from an Employee's 
personnel file after nine (9) months, if no further infractions occur. 
ARTICLE 19 
PERSONAL LEAVE DAYS 
Section 1. All full time Employees, after successfully completing two (2) months of 
continuous employment, shall be entitled to a maximum of thirteen (13) days paid personal leave 
days each year. Such leave shall be earned at the rate of one (1) day each month retroactive to the 
EOD (Entry on Duty). The thirteenth (13th) day is earned on the Employee's anniversary date. 
However, at no time shall an Employee be entitled to accumulate more than one hundred and 
sixty-five (165) days of unused personal leave days. 
Effective July 1996, all new Employees shall earn nine (9) personal leave days per year. Regular 
part-time Employees shall be eligible for pro-rated personal leave days. 
Section 2. To be eligible for benefits under this Agreement, an Employee absent due to illness 
or injury must notify hisher supervisor (or Employer's designee) at least one (1) hour before the 
start of the regular scheduled workday, first shift (7:OO a.m. - 3:00 p.m.), at least two (2) hours 
before the start of the Employee's regularly scheduled workday, second shift (3:OO p.m. - 11:00 
p.m.), third shift (11:OO p.m. - 7:00 a.m.). Except in cases of emergency or illness, Employees 
must pre-schedule personal leave time off, at least forty-eight (48) hours prior to the request date. 
Section 3. A Doctor's certificate may be required when absence for personal illness or injury 
extends beyond three (3) days. 
Section4. Any dispute regarding abuse of personal leave days shall be subject to the 
grievance procedure. 
Section 5. An Employee who has exhausted all of the allowable personal leave days credits, 
and is unable to resume hisher duties due to documented illness or injury requiring 
convalescence, may request as per Article 25, Section I.,  a Medical Leave of Absence not to 
exceed twelve (12) months. The medical reasons recommending convalescence must be defined 
and submitted to the Department of Personnel by a licensed Doctor. 
Section 6. 
A. (i) Effective January 1, 199 1, Employees hired prior to January 1, 1989, who 
have chosen not to purchase back five (5) days personal leave will continue to earn eighteen (18) 
personal leave days a year. 
(ii) Effective January 1, 1994, Employees who, pursuant to this section, have 
chosen to continue to earn eighteen (18) personal days per year will continue to accrue their time. 
There will be no new application of this Section 6A. 
B. The existing personal leave incentive program shall remain in effect. This 
incentive plan allows Employees who use no more than five (5) personal leave days the right to 
convert personal leave to vacation based on the following conversion formula: 
The conversion formula is as follows: 
Personal leave days taken Conversion Formula 
No personal leave days Ten ( 10) vacation days 
One (1) personal leave day Eight (8) vacation days 
Two (2) personal leave days Six (6) vacation days 
Three (3) personal leave days Four (4) vacation days 
Four (4) personal leave days Two (2) vacation days 
Five (5) personal leave days One ( I )  vacation day 
All new Employees must accrue ten days before they may become eligible for conversion. 
C. Those Employees who sold back four (4) personal leave days shall have the four 
(4) personal leave days reinstated effective January I,  2006. 
*All Employees earning nine (9) personal leave days each year shall have the option to sell back 
five (5) vacation days the first payroll in December of each year. 
*All Employees earning more than nine (9) personal leave days each year shall have the option of 
selling back five (5) personal leave days the first payroll in December of each year. 
Use of this option precludes an Employee from use of the conversion. 
Section 7. The balance of unused personal leave time will not be given upon resignation or 
termination. 
ARTICLE 20 
HOLIDAYS 
Section 1. All Employees covered by this Agreement shall be entitled to the following eleven 
(1 1) paid holidays. Any Employee who works the holiday shall also receive time and one-half 
(1%) for all hours worked on the holiday. 
*New Years Day Labor Day 
Martin Luther IGng Day Columbus Day 
President's Day Election Day 
Memorial Day Thanksgiving Day 
Independence Day "Christmas Day 
Veteran's Day 
* New Years Day and Christmas Day will be celebrated on the calendar day on which they fall. 
All other holidays will be celebrated according to County policy. Regular part-time and part-time 
Employees are eligible for holiday pay for only the holidays on which such Employee works. 
Section 2. To be eligible for holiday pay, an Employee must work a full day on hisher last 
regularly scheduled day before the holiday and a full day on the next regularly scheduled day after 
the holiday unless otherwise excused. Tardiness shall be docked in one quarter (114) hour 
increments from holiday pay. 
Section 3. If a holiday occurs on an Employee's regularly scheduled day off and the Employee 
is scheduled to work on that holiday, the employer will make every effort to reschedule the 
regularly scheduled day off within that pay period or the next pay period. 
Section 4. If a holiday falls during an Employee's vacation, the Employer may either extend 
such Employee's vacation by one (1) day or authorize an extra day of regular pay or schedule an 
alternate day off with regular pay after first considering the Employee's expressed preference. 
Section 5. If an Employee is absent due to illness or injury verified by a doctor's statement on 
hisher regularly scheduled day before or after a holiday, the Employee shall be paid for such 
holiday. 
Section 6. The Employer agrees to distribute holidays off on a rotating basis in accordance 
with seniority within the job classification. 
ARTICLE 21 
VACATION 
Section 1. All full-time Employees covered by this agreement shall be entitled to the 
following vacation periods computed from their date of employment. Regular part-time 
Employees shall be entitled to pro-rated vacation based on scheduled hours computed from their 
date of employment. 
Continuous Service Credits 
After six (6) months 
After one (1) year 
Five (5) days 
Ten (1 0) days 
After two (2) years Fifteen ( 15) days 
After seven (7) years Twenty (20) days 
After ten (10) years Twenty-three (23) days 
* It is understood and agreed between the parties that a member accrues ten (10) days vacation 
after one (1) year. After six (6) months of continuous service, five (5) days may be taken. A new 
Employee does not accrue fifteen (15) days at the end of one (1) year of service. 
Section 2A. An Employee will be granted the amount of hislher vacation according to the 
vacation schedule in Section 1 above. There will be two (2) vacation solicitation periods, 
November 1 st and April 1 st. The Employee with the greater seniority shall be given hisher 
choice of vacation period in the event of conflicts; however, an Employee with greater seniority 
may not bump an Employee with lesser seniority whose vacation has already been approved in the 
January I st solicitation period. 
Section 2B. Not later than November 1st and April 1st of each year, a vacation request form 
shall be distributed to Employees and shall be returned within thirty (30) days of distribution. 
From June through September seniority shall apply to a maximum of ten (10) days. However, 
upon completion of the April I st solicitation period, if there is more vacation time available, more 
than ten (10) days will be granted to a requesting Employee. 
Section 2C. The Employer shall respond to vacation requests no later than 60 calendar days 
after the solicitation periods, except for request made in the first period for January andlor 
February and June andlor July in the second period. The employer shall respond no later than 30 
calendar days from the end of said solicitations. 
Section 3. Employees may accrue vacation credits up to a maximum of sixty-five (65) days. 
Section 4. Advance Vacation Pay: An Employee, upon request, shall be paid hisher 
vacation pay before starting hisher vacation, provided such vacation is scheduled at least two (2) 
weeks in advance. To receive vacation pay in advance, the vacation must be at least five (5) days 
or longer, and will be paid in five (5) day increments. Payment will be made in a separate check. 
Section 5. In the event that an Employee is transferred, all unused vacation credits will be 
transferred with the Employee. 
Section 6. Unpaid absences due to illness, maternity, or military leave shall not be considered 
as time worked in determining vacation pay. Vacations are computed based on the Employee's 
continuous, full, paid employment. 
Section 7. Any Employee who terminates service with the Employer will be entitled to 
payment for unused vacation, prorated to the last day worked. 
Section 8. Leave Donation Plan: All Bargaining Unit members shall be eligible to participate 
in the County wide Leave Donation Plan established by the Albany County Legislature and 
administered by the Albany County Department of Human Resources as may be amended. 
Section 9. Personal leave and vacation accruals enumerated herein will be credited weekly as 
long as the Employee is on the payroll for a minimum of fifty percent (50%) of their scheduled 
hours per week. There will be no accumulation of personal leave or vacation time for any 
Employee not on the payroll for the minimum of fifty percent (50%) of their scheduled hours in 
any week. Approved leave is considered to be on the payroll for the purpose of accumulation 
accruals. 
ARTICLE 22 
BEREAVEMENT 
Section 1. All Employees covered by this Agreement shall be paid for three (3) consecutive 
calendar days absence in the event of a death in the immediate family. For purposes of this 
Agreement, three (3) days absence shall be granted for the immediate family, which consists of 
spouse, parents, grandparents, guardian, children, brother and sister, mother-in-law and father-in- 
law, grandchildren, foster children, stepchildren and domestic partners. For death in extended 
family, one (1) day's absence shall be granted. The extended family consists of brother-in-law, 
sister-in-law, son-in-law, daughter-in-law, grandmother-in-law and grandfather-in-law. Part- 
time Employees who work less than nineteen (19) hours per week be allowed time off for 
bereavement defined above without pay or penalty. 
Section 2. It is agreed that such three (3) days must be taken consecutively, but will be paid as 
bereavement only if they occur on a scheduled workday. However, if an act of God prevents 
burial (i.e. ground frozen, weather conditions) one (1) personal leave day may be used in place of 
one (1) bereavement day at the Employee's discretion, as necessary, when the burial is scheduled. 
Documentation may be requested. 
ARTICLE 23 
JURY DUTY 
Section 1. All Employees are entitled to leave of absence with pay for jury duty when: 
A. They have completed their probationary period, and are called to 
serve as jurors. Volunteer duty will not entitle Employees to a leave of absence with pay. 
B. Proof is provided of the necessity for such appearance. 
Section 2. All Employees will receive their regular pay in this event less their pay as juror for 
each workday while on jury duty. This shall not include ''jury time" when Employees are able to 
be at work. 
Section 3. The receipt of a subpoena or notice to report for jury duty must be reported to the 
Personnel Office. 
Section 4. The Employer may request that the Employee be excused or exempted from such 
jury duty if, in the opinion of the Employer, the Employee's services are essential at the time of 
proposed jury services. 
Section 5. Second and third shift Employees shall not be required to report to work on days of 
actual service on a jury. Verification of actual service is required. 
ARTICLE 24 
BENEFITS UPON REINSTATEMENT 
Section 1. An Employee separated from Albany County service in good standing, or granted a 
leave of absence and thereafter reinstated (re-employed), within one (1) year from initial 
separation shall have the following unused leave time restored: 
A. Personal Leave Days - up to the maximum accrual allowed and 
unused. 
B. Vacation - up to the maximum accrual allowed and unused. 
Section 2. Any Employee reinstated after one ( I )  year of separation from Albany County shall 
be considered a new entry (new Hire) into County service for the purpose of benefits and wages. 
If an Employee is reinstated within one (1) year of separation, all benefits will be reinstated except 
for longevity. However, longevity benefits will be governed by the provisions of Appendix A. 
Section 3. An Employee appointed, promoted or transferred to another department or agency 
within Albany County shall have all unused leave time transferred to such department or agency. 
ARTICLE 25 
UNPAID LEAVE 
All determinations regarding leave without pay shall be subject to final approval by the 
Commissioner of Human Resources. 
All Employees shall be eligible for an unpaid leave of absence (LOA) as follows: 
Section 1. Medical LOA: Any Employee who becomes incapacitated due to illness or injury 
may request a medical leave of absence. Such request must be made in writing to the Personnel 
Department specifying the nature of the illness or injury and substantiated by a physician's order. 
The Employer, in its sole discretion, reserves the right to grant or deny such leave which will not 
be unreasonably denied. The Employer reserves the right to require a physician's statement 
regarding the Employee's ability to return to work, and may require that the Employee be 
examined by the Employer's physician before returning to duty. No benefits or seniority will 
accrue during this period. 
Section 2. Maternitv Leave: The County agrees to adopt the State procedures and policies, 
which include, but are not limited to, the following: 
1. A pregnant Employee shall be allowed to perform the duties of her 
job as long as she is medically able. 
2. A pregnant Employee may be encouraged to report the existence of 
pregnancy, but not required by the agency to do so. 
3. The Employee may use any or all leave she has previously 
accumulated prior to beginning maternity leave. 
4. The Employee will be granted a leave of absence without pay for six 
(6) months. Any Employee who exceeds this limit shall be given preference in filling any 
available and comparable position for which she is qualified for an additional six (6) 
months. 
Section 3. Militarv Leave: Leaves of absence for the performance of duty with the United 
States Armed Forces, or with a Reserve component thereof, shall be granted in accordance with 
applicable law. 
ARTICLE 26 
WORKERS' COMPENSATION/DISABILITY 
1. It is the intent of Albany County to comply with the letter and spirit of the 
New York State Worker's Compensation Law and to take steps which 
minimize the occurrence of occupational accidents and diseases. In addition, 
the county is committed to facilitating the reemployment of workers who have 
suffered the effects of occupational accidents and diseases. 
A. Reporting Occupational AccidentdDisease. Employees are 
required to immediately inform County management upon their 
involvement in an occupational accident or upon being diagnosed with 
an occupational disease. The Worker's Compensation Law requires 
that accidents be reported within thirty (30) days of their occurrence. 
The Employee must complete an Incident Report. This report should 
be as detailed as possible and must be signed by the Employee. The 
Employer or supervisor must complete and sign the reverse side of the 
nature of disability, if the Employee is unable to sign the Incident 
Report, a union representative or family representative may sign for 
the Employee. 
B. Coordination with Other Leaves and Payroll Status. An 
Employee's leave and payroll status while on workers' compensation 
leave shall be as follows: 
1. Uncontroverted Worker's Compensation Cases: If the County (or 
its claims administrator) elects not to controvert the Employee's claim 
for workers compensation, the Employee shall be placed on leave as 
follows: 
a.) Initial Seven Days. The first seven (7) days (five work days) 
of the absence will be charged to sick leave credits, or to other 
paid leave credits available if sick leave is exhausted. 
b.) Period concurrent with FMLA Leave. If the Employee 
cannot return to work by the eighth calendar day, he or she will 
be placed on worker's compensation leave which shall run 
concurrent with FMLA leave. Paid and unpaid leaves shall run 
concurrent with FMLA leave. Employees must exhaust all 
leave credits including compensatory time. The election of 
using vacation leave credits to offset unpaid leave during the 
FMLA leave either in part or in total is an option of the 
Employee; however, the designation not to use vacation leave 
credits must be made at the time the Employee is approved for 
FMLA leave. The Employee's subsidized health insurance 
shall be continued in accordance with FMLA and County 
policy. If the Employee exhausts leave credits prior to the 
completion of twelve (12) weeks of FMLA, the following will 
apply: 
c.) Unpaid Worker's Compensation Leave. The Employee will 
be removed from the County payroll and receive no salary 
from the County, but instead collect statutory indemnity (wage 
replacement) benefits from the County's worker's 
compensation claims administrator. Since this is an unpaid 
leave, the Employee will not be eligible to continue the accrual 
of leave benefits. Most Employees do not earn retirement 
system service credit while on an unpaid worker's 
compensation leave. Employer subsidized health insurance 
shall be continued in accordance with FMLA and County 
policy. (During the FMLA period (whether paid or unpaid) the 
Employee's contributions for health and dental costs will 
remain the same. Once the FMLA period has expired the 
health and dental coverage will terminate at the end of the 
complete calendar month which follows the expiration of 
FMLA leave and accumulated time is exhausted. Employees 
may request continuation of coverage at the cobra rates.) 
(100% of the costs.) 
d.) Period Following Expiration of FMLA Leave. Upon 
exhausting all leave credits, the Employee may be eligible for 
an unpaid leave of absence. The continuation of health 
insurance benefits may be an option under COBRA guidelines. 
Following the expiration of concurrent FMLA leave the 
following conditions are applicable: 
1.) If the Employee elected to freeze vacation accruals 
during the FMLA leave period, the Employee will now 
be required to exhaust those accruals during the 
continued worker's compensation leave. 
2.) If the Employee has additional leave credits, the 
Employee is required to exhaust all leave during the 
absence. While drawing down on leave credits the 
Employee will continue to accrue leave credits. 
3.) If the Employee does not have any remaining leave 
credits, the Employee will be removed from the County 
payroll and placed in a worker's compensation unpaid 
leave status. The Employee will be eligible to collect 
statutory indemnity (wage replacement) benefits from 
the County worker's compensation claims 
administrator. 
C. Reinstatement. Subject to normal budget action, the Employee's position shall be 
held vacant and preserved pending the Employee's possible return to work. Such 
"hold" on the Employee's position shall extend up to fifty-two (52) weeks following 
the Employee's first day of absence due to occupational injury or disease, but such 
period may be reduced by the length of any previous worker's compensation leaves 
relating to the same injury or disease taken by the Employee in the thirty-six (36) 
months preceding the current injury or disease. 
D. Controverted Worker's Compensation Case. In a case where the County elects to 
controvert an Employee's worker's compensation claim the Employee shall be placed 
on a leave of absence status. The Employee will be required to draw down on leave 
credits as applicable under (item B). The County may, in accordance with the law, 
suspend indemnity payments to a claimant whose claim is controverted until such 
time as the issue of compensability is settled by the Worker's Compensation Board. 
Further, if the County is contesting the Employee's medical incapacity to work, the 
use of sick leave would generally not be deemed appropriate in such circumstances. 
However, if the County is not contesting the Employee's incapacity to work but is 
controverting the claim on some other basis, the use of sick leave credits shall be 
allowed. If a ruling in favor of the Employee is rendered by the board, any paid leave 
credits used by the Employee to continue salary while awaiting the Board's decision 
shall be restored appropriately (See Restoration of Accruals). Upon the expiration of 
FMLA leave, termination from the active payroll shall commence in accordance with 
procedures indicated for uncontroverted cases. 
Temporary Light or Modified Duty. It is the policy of Albany County to return an 
Employee to work in a light duty capacity in which the Employer temporarily assists 
the Employee during hidher recuperation period from a worker's compensation 
injurylillness. The Employer will make temporary and reasonable accommodations 
which will enable the Employee to gradually return to hisher position at full duty. 
Light duty will never be offered as a permanent alternative. A Physical Assessment 
Form will be used to determine light duty accommodations. Completion of this form 
will be a requirement of light duty assignment. Employees will not be eligible for 
light duty if the Physical Assessment Form has not been completed by the attending 
physician or appointed Independent Medical Examiner. Employees requiring 
continuous light duty must resubmit the Physical Assessment Form demonstrating 
progressive improvement in hisher condition as required by the Employer. At the 
Employer's discretion light duty may be suspended if progression is not duly noted. 
Light duty assignments will not extend beyond a cumulative of six months. The 
Employer reserves the right to seek independent medical examinations for evaluation 
of the Employee's status every sixty (60) days. If an Employee declines light duty, 
Albany County Employee benefits may be suspended. Total cooperation from the 
Employee is expected. 
LighModified Duty During FMLA Leave. During the period of FMLA 
leave, the Department of Human Resources shall work with interested 
Employees to identify opportunities for temporary light or modified duty 
assignments. Employees on temporary light or modified duty shall only be 
assigned tasks for which they are qualified. During FMLA leave, an 
Employee may turn down an offer for light or modified duty assignment from 
the County. An Employee's benefits under the worker's compensation law 
may also be negatively affected by a refusal to accept a light or modified duty 
assignment. * 
2. LighModified Duty Following FMLA Leave. If the Employee has not 
recovered from his or her injury by the completion of FMLA leave, the 
County may condition the Employee's reinstatement rights on acceptance of 
an appropriate light or modified duty assignment. An Employee's benefits 
under the Worker's Compensation Law may also be negatively affected by a 
refusal to accept a light or modified duty assignment.* 
3 .  Pay and Benefits While on Temporary Light or Modified Duty. The 
County will make efforts to assign an Employee on temporary light or 
modified duty tasks commensurate with hisher experience and pay level. 
However, such assignments cannot always be guaranteed. Nevertheless, an 
Employee on temporary light or modified duty shall be paid at his or her 
normal hourly rate of pay for all hours worked. An Employee on temporary 
or light duty shall also accrue the same benefits and seniority as when 
working in a normal capacity. Employees on light or modified duty under this 
F. 
G. 
Section 1. 
section may work voluntary overtime but will not be required to work 
mandatory overtime. 
4. Duration of Temporary Light or Modified Duty. Temporary or light duty 
assignments shall extend only for the period medically necessary and in no 
case longer than twenty-six (26) weeks. Periodic medical examinations may 
be required by the County to ascertain whether or not the Employee can return 
to full time regular duty. 
*the unit organizer shall be notified of refusals. 
Restoration of Accruals. Upon the County's receipt of a notice of decision by the 
Worker's Compensation Board that the Employee's injury or disease was 
compensable under the law, paid leave shall be restored commensurate with the 
award of the Board using the Employee's rate of pay at the time of his or her absence 
from work commenced. 
Disability: Effective August 1, 1985, Albany County will provide, at the County's 
sole expense, New York Statutory Disability which includes the following: 
a. Twenty-six (26) weeks maximum per claim. 
b. One hundred and seventy ($170.00) dollars weekly maximurn/50% salary. 
c. The first seven (7) days of disability are a waiting period for which no benefits 
are paid. Benefits begin on the eighth (8") consecutive day of disability. 
ARTICLE 27 
HEALTH INSURANCE 
To protect all Employees from unexpected and costly health services expenditures, 
the Employer agrees to continue to provide: 
A. Insurance Plan(s) 
1. The County agrees to provide all full-time and regular part-time Employees with the 
Albany County Health Plan for both individual and family coverage. The Albany County 
Health Plan is a Prefened Provider Organization (PPO) administered by Empire Blue 
Cross. 
The Employer shall have the right to choose the plan(s) offered to Employees so long as 
the level of health, hospitalization, prescription, dental and other benefits provided by the 
Plan and scope of the provider network are substantially equivalent to the Albany County 
Health Plan, which became effective May 1,2006. The Employer agrees to consider any 
comparable or better plan recommended by the Union. 
The county agrees to notify the Union at least sixty (60) days prior to any changes to the 
insurance. 
Effective May 1, 2006, out-of-network out-of-pocket deductibles shall be $280/$835, and 
the out-of-pocket maximum shall be $1,740/$5,220 for individual and family coverage 
respectively. There shall be no increase in deductibles or the out-of-pocket maximum 
during the life of this Agreement. (1 213 1/08) 
Effective May 1, 2006, the in-network office visit co-pay shall be fifteen dollars ($15) per 
visit. There shall be no increase in co-pays during the life of this Agreement. (l2/3 1/08) 
Effective May 1,2006, the Prescription Drug Plan shall provide for a fully managed plan 
through a select network with a mandatory generic substitution. 
The co-payments shall be as follows: 
Prescription Drug Co-Pay 
Retail 
Generic 
Preferred Formulary Brand 
Non-Formulary Brand 
Mail Order 
Co-Pav 
Prescription Drug co-pays shall not increase during the life of this Agreement. 
(1 213 1/08). 
The Union agrees to participate in a joint laborlmanagement committee to be established 
by the County with the other existing Labor Unions to review County Health Insurance 
issues. 
Employee Contributions 
a. For full-time Employees on the payroll as of December 3 1, 1988, the Employer 
will pay one hundred percent (100%) of the plan premium for individual andlor 
family coverage. 
b. For full-time Employees hired on or after January 1, 1989, the Employer will pay 
ninety percent (90%) of the plan premium for individual andlor family coverage. 
c. For Regular Part-time Employees, the Employees will pay fifty percent (50%) of 
the of the plan. Part-time ~ m ~ l o ~ e e s  ar  not eligible for the County 
- 
~ e $ t h  benefits. 
- 
New Employees become eligible for health insurance the first of the month after they 
have completed one month's continuous service (i.e., if someone goes on the payroll July 
2nd, hisher coverage begins September 1"'. If someone goes on the payroll July 1": 
hisher coverage begins August IS'). 
In the event an Employee becomes ill and exhausts hisher leave and is off the payroll for 
more than thirty (30) days, that Employee must reimburse the County in order to 
maintain health insurance coverage. 
The Albany County Dental Plan will be provided to all full-time eligible Employees, for 
both individual and family coverage, at no premium cost to the Employee. Regular part- 
time Employees are eligible for the County dental plan at a cost of fifty (50%) percent of 
the premium. Part-time Employees are not eligible for the dental plan. 
Health Insurance Buy-Out Option. 
(i) Effective January 1, 2000, an Employee who is eligible for family coverage under the 
County's health insurance program, but elects to forego all medical coverage, will receive 
two thousand ($2,000) dollars annually in lieu of medical coverage. An Employee who is 
eligible for family coverage but elects to take individual coverage will receive one 
thousand ($1,000) dollars annually in lieu of family coverage. An Employee who is 
eligible but does not elect individual coverage under the County's health insurance plan 
will receive one thousand ($1,000) dollars annually in lieu of receiving individual 
coverage. 
(ii) No Employee shall be eligible to receive any payment authorized by the foregoing 
paragraph unless the Employee shall have presented proof of the County that such 
Employee and such Employee's eligible dependents are covered by a plan of medical and 
health insurance benefits for the entire year that such Employee elects not to be covered 
by the plan of medical and health insurance benefits provided by the County. 
(iii) The Employee will receive such payment on the third pay period in July and the last 
pay period in-~ecember for the preceding six (6) months provided the presentation of the 
required proof of coverage has been received. It is the obligation of the Employee to 
notify the County of a termination of alternative medical and health insurance coverage. 
Health Insurance buy-out will be prorated at separation. 
D. Coordination of Benefits: For those Employees whose spouses are also County 
Employees, only one spouse is entitled to family coverage. The other spouse is entitled 
to individual coverage provided such spouse chooses a different plan than the first 
spouse. Employees covered under this provision shall be entitled to the buy-out 
provision of this Article provided the criteria set forth therein is met. The County shall 
have the right to verify marital status. 
ARTICLE 28 
NEW YORK STATE RETIREMENT AND DEATH BENEFITS 
The Employer will continue to provide retirement and death benefits to all eligible 
Employees as enunciated in Plan 7 5 .  
ARTICLE 29 
EDUCATIONAL BENEFITS 
A. The Employer and the Union shall establish and maintain an Education Fund, known 
as the 1199ISEIU Greater New York Education Fund, for its Employees and effective July 1, 
2007 shall make contributions thereto for each of its Employees covered by this Agreement in an 
amount equal to one-half of one percent ( .5%) of the bargaining unit gross payroll of its 
Employees. 
B. Such contributions shall be paid by the Employer on or before the tenth day of each 
month and shall cover the previous month's Employees covered by this Agreement. In the event 
the Employer, without justification fails to promptly remit such monies, the Lmpartial Chairman 
can, upon application, assess interest at the legal rate against the Employer. 
C. The payments so made by the Employer shall be used by the 1199SEIU Greater New 
York Education Fund solely for those benefits set forth in the Trust Agreement executed 
hereunder and thereafter amended establishing such 1199SEIU Greater New York Education 
Fund. 
D. The Employer shall furnish to the Union monthly a statement indicating the names of 
the Employees covered by this Agreement, their social security numbers and the amount of 
wages paid, or such other report, record or statement as shall supply such information, and agree 
to make available for inspection to the Trustees of the Fund all payroll records of bargaining unit 
Employees that may be required for the sound and efficient operation of the Fund, or which may 
be required by the insurance companies, if any, insuring the Employees. 
E. The parties understand that the 1199 SEW Greater New York Education Fund will be 
held and managed under the terms and provisions of an Agreement and Declaration of Trust 
executed in connection with the said Fund, as the same from time to time might be amended, 
copies of which are on file with the Union and the Employer, although they may have the right to 
do so, shall be under no obligation to see to the application of monies paid to the Fund. The 
Fund shall submit annually to the Employer and to the Union a report respecting the application 
of the monies received by it and the benefits paid. 
ARTICLE 30 
CHILD CARE 
The Employer shall become a contributing Employer effective December 3 1, 2008, and 
contribute to the 1199 Child Care Fund each month in an amount equal to one-half of one 
percent ( . 5 % )  of the bargaining unit gross payroll of its Employees to provide child care and 
youth programs for 1 199 members' children. 
ARTICLE 31 
UNIFORMS 
Section 1. The Employer shall provide, launder and maintain any uniforms which it requires 
Employees to wear. 
Section 2. In those cases wherein an Employee purchases, launders or maintains required 
uniforms, he/she shall be paid one hundred and sixty ($160.00) dollars per year as the uniform 
allowance to be paid on the Employee's first anniversary date and on each anniversary date 
thereafter. It will be paid the last pay period of the month of the Employee's Anniversary date. 
There is no pro-rating of uniform allowance. 
ARTICLE 32 
PARKING 
The Employer shall provide free parking for all Employees, where such parking is 
available. 
ARTICLE 33 
PAYCHECKS 
Section 1. Pav Period: All Employees are paid on a weekly basis. Checks will be distributed 
each Thursday from 8:30 a.m. to 3:30 p.m. When a holiday falls on a Thursday, checks will be 
distributed on Wednesday. 
Section 2. Errors - Checks Discre~ancv: It is the responsibility of the Employee to notify 
the supervisor of an error in the Employee's pay as soon as possible. Verified errors of 
underpayment will be corrected as soon as possible. In the event of an overpayment, the 
Employee's acceptance of the unearned funds shall constitute hisher consent to the County's 
future deduction, from whatever wages, or benefits or retirement related payments that may be or 
become payable by the County to the Employee, in an amount sufficient to reimburse the County 
for this overpayment, after consultation with the Employee. 
Section 3. Absence on Pavday: If an Employee is absent on payday, the Department Head 
will return the check to the Business Office for safe keeping until the Employee calls for it. 
The Employee is to check with hisher department regarding check distribution times. 
ARTICLE 34 
DEDUCTIONS FROM SALARY 
Section 1. Savings Bonds: Employees shall have the option of requesting the Employer to 
deduct monies (at regular intervals) for purchasing U.S. Savings Bonds. 
Section 2. The Employer shall deduct from the wages of Employees and remit to 1199 SEIU 
at 310 W. 43d Street, New York, New York 10036 regular membership dues, agency shop fee, 
union sponsored disability deduction (if necessary) and such other deduction authorized by both 
the County and the Union for their Employees who have signed the appropriate payroll deduction 
form. 
Section 3. The County agrees to a separate deduction from the Employees who sign a separate 
appropriate payroll deduction from the 1199 Political Action Fund. 
Section 4. All bargaining unit Employees shall be eligible to participate in the Albany County 
Deferred Compensation Plan, in accordance with the terms and conditions of said plan. 
Section 5. As soon as practicable in 1997, the County will implement a Section 125 Flexible 
Spending Plan which will at least include deductions for health insurance premium contributions 
and co-payments, child care expenses and other medical expenses. Said plan will be available to 
full-time Employees. 
ARTICLE 35 
LICENSED PERSONNEL 
Section 1. Employees shall be responsible to keep their licenses or certification current and in 
effect where such license or certification is a prerequisite to employment and a requirement for 
continued employment. 
Section 2. Failure to notify the Employer of license or certification renewals must be 
considered a serious infraction of the terms and conditions of employment. The Employer shall 
maintain on file all license or certification numbers herein. 
ARTICLE 36 
DRESS CODE 
The Employer has established dress codes, which vary by department. Employees are 
required to conform to the code of their particular department. 
ARTICLE 37 
NOTARY PUBLIC SERVICES 
Notary Public and Commissioner of Deeds services are available in the Albany County 
Nursing Home and Ann Lee Home facilities and the Union for the Employees. There is no charge 
for those services. 
ARTICLE 38 
FINAL PAYCHECK AND EXIT INTERVIEW 
Employees are encouraged to have an exit interview with the Department of Personnel. 
Final Paychecks will not be given until uniforms, keys, ID cards and badges are returned to the 
Personnel Office. Employees will then be given a written receipt to receive the final paycheck. 
ARTICLE 39 
BULLETIN BOARDS 
The Employer agrees to provide enclosed bulletin boards which may be used for posting 
appropriate Union notices. 
ARTICLE 40 
MEETING ROOM 
The Employer agrees to provide an area for the Union to discuss official grievances and 
Union business with Employees in the bargaining unit. In no event shall such discussions 
interfere with the functioning of either facility or the work of other Employees. 
ARTICLE 41 
NO STRIKE OR LOCKOUT 
Section 1. 1199 SEIU affirms that it does not assert the right to strike against the Employer, 
and it shall not cause, instigate, encourage or condone a strike, as per the Public Employees Fair 
Employment Act "Taylor Law". 
Section 2. The County agrees that it will not lock out Employees during the term of this 
Agreement. 
ARTICLE 42 
EFFECT OF LEGISLATION SEPARABILITY 
Section 1. It is understood and agreed that all agreements herein are subject to all applicable 
laws now or hereafter in effect and to the lawful regulations, rulings and orders of regulatory 
commissions or agencies having jurisdiction. If any provision of this Agreement is in 
contravention of the laws or regulations of the United States or the State of New York, such 
provision shall be superseded by the appropriate provision of such law or regulation, so long as 
same is in force and effect; but all other provisions of this Agreement shall continue in full force 
and effect. 
Section 2. If a determination or decision is made as per Section 1 of this Article, the original 
parties to this Agreement shall convene immediately for the purpose of negotiating a satisfactory 
replacement for such Article or part thereof, 
ARTICLE 43 
AFFIRMATIVE ACTION 
It is the policy of the Employer and the Union that equal opportunity be afforded to all 
individuals and it is hereby agreed that neither party shall discriminate against any Employee 
because of race, color, creed, national origin, physical or mental disability, age, marital status, 
religion, Union activities or gender. 
Whenever the male pronoun is used in this Agreement, it includes females as well as 
males, and does not imply a discriminatory attitude on the part of either the Employer or the 
Union. 
ARTICLE 44 
FIRST AID TREATMENT 
If an Employee is injured while on duty, the Employer shall offer services of First Aid, 
transportation to a hospital and, if necessary, leave with pay for x-ray or other necessary 
examination resulting from the injury, other than that provided by the Employer services. 
ARTICLE 45 
EMERGENCY WEATHER CONDITIONS 
The County Executive, after consultation with the Sheriff, the Commissioner of Public 
Works, and the Director of Emergency Management, will make a determination as to what 
constitutes extraordinary or extreme weather. 
The County Executive's office will notify each department of such determination. If you 
receive no notification, you can assume your department is required to stay open. 
In the absence of a determination from the County Executive of extreme weather 
conditions, Employees arriving late for work or being released early from work by their 
department head will be required to charge their time against vacation or personal time. 
ARTICLE 46 
NEW HIRES, TERMINATIONS & ACCESSIONS 
The County will supply to the Union, each month, a listing of all new Employees, all 
Employees who have been terminated, who have resigned, who have been transferred and who 
have accessed in position (a listing of terminations and accessions and new hires). 
ARTICLE 47 
DUE PROCESS HEARING PROCEDURE 
Where, because of statutory mandate or judicially imposed mandate, the Employer is 
required to hold a due process hearing, the procedure utilized by the employer shall be as follows: 
The Employer may appoint a Hearing Officer who shall have the authority to receive testimony 
and evidence, issue subpoenas and issue an opinion and award. The award may be appealed by 
the Employer or the Employee, pursuant to Article 78 of the Civil Practice Law and Rules of the 
State of New York. 
The Employee has a right to be represented at the due process hearing. 
Such Hearing Officer may be a County Employee provided such Employee is unrelated to 
the case. 
This Article shall not apply to administrative matters including, but not limited to, 
grievances and arbitrations. 
ARTICLE 48 
FAMILY AND MEDICAL LEAVE OF ABSENCE 
Section 1. PURPOSE 
To outline the conditions and procedures under which an Employee may request time off 
for a limited period, as required by the federally enacted Family and Medical Leave Act 
("FMLA"). 
Section 2. DEFINITIONS 
A. A "family and/or medical leave of absence" shall be defined as an approved 
absence available to an eligible Employee for up to twelve (12) weeks of leave per year under 
particular circumstances, who must use hisher accrued personal leave and may use their vacation 
at the Employees option. However, the Employee must indicate whether or not they wish to use 
vacation time at the beginning of their leave; otherwise, use of vacation time is required. Leave 
may be taken: 
Upon the birth of the Employee's child; 
Upon placement of a child with the Employee for adoption 
or foster care; 
When the Employee is needed to care for a child, spouse or 
parent who has a serious health condition; or 
When the Employee is unable to perform the functions of 
hisfher position because of a serious health condition. 
Note that an Employee's entitlement to leave for the birth, adoption or placement for foster care 
expires at the end of the twelve (12) month period beginning on the date of birth or placement 
unless the employer permits a longer time. 
B. The Employee must use their accrued personal leave and will have the option to 
use vacation time as described under Section "A" above. A "serious health condition" will be 
defined as any illness, injury, impairment or physical or mental condition that involves (but may 
not be limited to) the following: 
1. any period of incapacity or treatment in connection 
with, or consequent to, inpatient care in a hospital, 
hospice or residential medical care facility; or 
2. any period of incapacity that requires absence from 
regular daily activities of more than three days and 
that involves continuing treatment by (or under 
supervision of) a health care provider. 
C. "Leave" time may be paid or unpaid, see discussion below 
Section 3. RESPONSIBILITY 
Each Department Head is responsible for ensuring that this policy is communicated to the 
Employees. Questions regarding the intent and interpretation of this policy shall be directed to the 
Department of Human Resources. 
Section 4. SCOPE 
The provisions of this policy shall apply to all covered Family and Medical Leaves of 
Absence for any part of the twelve (12) weeks of leave to which the Employee may be entitled. 
Section 5. ELIGIBILITY 
To be eligible for leave under this policy, an Employee must have been employed for at 
least twelve (12) months and must have worked at least 1250 hours during the twelve month 
period immediately preceding the commencement of the leave. 
Section 6. LEAVE OF ABSENCE: PAID OR UNPAID 
A. For the adoption, or birth or care of child, parent or of a spouse, an eligible 
Employee must use accrued vacation, personal leave time and sick time. 
B. For an eligible Employee's own serious health condition, the Employee must use 
all accrued leave time, including accrued sick leave. An Employee out on Worker's 
Compensation may draw on accrued time per Article 26, Section (1) (B). 
C. In the event the eligible Employee has no accrued leave to hislher credit, the leave 
provided under this policy will be unpaid. 
Section 7. EXTENSION OF LEAVE 
In the event an Employee requires leave in excess of the 12 week maximum described 
herein, the Department Head, at the Department Head's discretion, may provide additional leave. 
Any Employee on unpaid leave will be responsible for hisher medical coverage during any 
extended leave. 
Section 8. PERMISSION AND DOCUMENTATION 
A. The Employer will require medical certification to support a claim for leave for an 
Employee's own serious health condition or to care for a seriously ill child, spouse or parent. For 
the Employee's own medical leave, the certification must include a statement that the Employee is 
unable to perfom the functions of hisher position. For leave to care for a seriously ill child, 
spouse or parent, the certification must include an estimate of the amount of time the Employee is 
needed to provide care. The Employer may require a second medical opinion and obtain periodic 
recertification (at its own expense) only when the Employer has reason to doubt the initial medical 
certification. If the first and second opinions differ, the Employer, at its own expense, may require 
the binding opinion of a third health care provider, approved jointly by the Employer and the 
Employee. 
B. If medically necessary for a serious health condition of the Employee or hisher 
spouse, child or parent, leave may be taken on an intermittent basis. Intermittent leaves are not 
permitted for birth or adoption, unless otherwise agreed upon by the parties. 
C. Spouses who are both employed by the Employer, are entitled to a total of twelve 
(12) weeks of leave (rather than twelve (12) weeks each) for the birth or adoption of a child or for 
the care of a sick parent. 
Section 9. NOTIFICATIONS AND REPORTING REOUIREMENTS 
A. When the need for leave is foreseeable, such as the birth or adoption of a child, or 
planned medical treatment, the Employee must provide reasonable prior notice, and make efforts 
to schedule leave so as not to disrupt operations of the Employer. In cases of illness, the 
Employee will be required to report periodically on hisher leave status and intention to return to 
work. 
B. The term "reasonable prior notice" shall mean "not less than thirty (30) days notice 
or as soon as practicable." 
Section 10. COVERAGE 
A. Family leaves may be granted for up to twelve (12) weeks during any twelve (12) 
month period. 
B. The Employer may deny reinstatement to an Employee who fails to produce a 
"fitness-for-duty" certification to return to work. This requirement applies only where the reason 
for the leave of absence was the Employee's own serious health condition. 
C. Employees on authorized family leaves will be covered for those medical, dental, 
and other health insurance benefits (with the exclusion of any Employee contributions, which 
must begin prior to family leave) under which they were covered prior to their leave. 
D. In the event that an Employee elects not to return to work upon completion of an 
approved unpaid leave of absence and the Employee so notifies the Employer, the Employer may 
recover from the Employee the cost of the premium paid to maintain the Employee's health 
insurance coverage. 
Section 11. PROCEDURES 
A. Completion of Request for Family and Medical leave of Absence Notice: 
A Request for Family and Medical Leave of Absence must be 
originated in duplicate by the Employee utilizing the approved form. 
This notice should be completed in detail, signed by the Employee. 
submitted to the department head for proper approval, and 
forwarded to the Department of Human Resources. If possible, the 
notice should be submitted thirty (30) days in advance of the 
effective date of the leave. 
B. All requests for Family and Medical Leaves of Absence due to illness will include 
the following information: 
Sufficient medical certification stating: 
1. The date on which the serious health condition 
commenced; 
2. The probable duration of the condition; 
3. The appropriate medical facts within the knowledge 
of the health care provider regarding the condition. 
C. In addition, for purposes of leave to care for a child, spouse, or parent, the medical 
certification should give an estimate of the amount of time that the Employee is needed to provide 
such care. 
D. For purposes of leave for an Employee's own illness, the medical certification must 
state that the Employee is unable to perform the functions of hislher position. 
E. In the case of certification for intermittent leave for planned medical treatment, the 
dates on which such treatment is expected to be given and the duration of such treatment must be 
stated. 
Section 12. RETURN TO DUTY 
An Employee returning from leave as covered by this policy is entitled to the same 
position held when leave began, or an equivalent position with equivalent benefits, pay and other 
terms and conditions of employment. 
An Employee who fails to return to work promptly at the expiration of the Family and 
Medical Leave or fails to obtain an approved extension will be notified that helshe has been 
considered to have resigned their employment. 
Section 13. EFFECT OF LABOR AGREEMENT 
It is the intent of the Employer to provide the standards as articulated in the federal FMLA 
and as detailed herein. 
Section 14. CHANGE IN POLICY 
The County reserves the right to modify this policy as necessitated by law. 
Article 48 and any other Article in this Agreement which may come within the jurisdiction 
of the Family and Medical Leave of Absence provision shall be read in compliance with the 
Family and Medical Leave of Absence provision. The first twelve (12) weeks of any leave shall 
be Family and Medical Leave of Absence leave if all conditions of Family and Medical Leave of 
Absence applicability are met. 
ARTICLE 49 
STATUTORY PROVISIONS 
IT IS UNDERSTOOD BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF 
THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
MPLEMENTATION BY AMENDMENT OF LAW, OR BY PROVIDING THE ADDITIONAL 
FUNDS THEREFORE, SHALL NOT BECOME EFFECTIVE UNTIL THE APPROPRIATE 
LEGISLATIVE BODY HAS GIVEN APPROVAL. 
ARTICLE 50 
DURATION OF AGREEMENT 
Section 1. This Agreement shall be in full force and effective retroactive to January 1, 2006 
and shall continue in effect until Midnight, December 31, 2008, and shall renew itself 
automatically from year to year thereafter unless either party to this Agreement notifies the other 
party one-hundred and twenty (120) days prior to the budget submission date of the County of 
Albany of its intention to alter this Agreement. 
Section 2. This Agreement shall be final and binding upon the parties hereto, their heirs, 
successors, executors and assigns. 
IN WITNESS WHEREOF, on this - day of 2007, the parties hereto have 
hereunder signed this Agreement by their respective officers and representatives. 
1 199 SEW United Healthcare Albany County Nursing Home and 
e q e  ~ m m , ,  presided I  on. Michael G. ~res l in ,  CountyExecutive 
Terrence E. McArdle 
APPENDIX A 
A. Effective 1/1/2002, the parties agree to the following ten (10) steps, graded salary schedule 
based on a thirty-seven and one half (37.5) hour work schedule: 
Bargaininn Unit Titles 
Activities Assistant 
Activities Leader 
Assistant Cook 
Assistant Head Cook 
Boiler and Maintenance Mechanic 
Building Maintenance Mechanic 
Building Maintenance Mechanic Helper 
Carpenter 
Clinical Assistant 
Cook 
Custodial Worker 
Dietetic Technician 
Electrician 
Food Service Helper 
Grades 
Grounds Person 
Laborer 
Launderer 
Laundry Delivery Worker 
Laundry Mechanic 
Licensed Practical Nurse 
Nursing Assistant 
Occupational Therapy Assistant 
Painter 
Personal Care Attendant 
Physical Therapy Assistant 
Plumber 
Rehabilitation Assistant 
Seamstress 
Stores Clerk 
Transportation Aide 
Effective January 1, 2007, the following titles are upgraded as listed below. Employees 
currently in these titles will move up one grade, however, steps will remain unchanged. 
(Example, Food Service Helper, Grade 4, Step 5 will move to Grade 5, Step 5.) 
Bargaining Unit Titles Grades 
Assistant Cook 
Boiler and Maintenance Mechanic 
Food Service Helper 
Personal Care Attendant 
*Senior Nursing Assistant 
"Effective upon inclusion in the County budget. 
Part-time Employees will have the salary pro-rated based on hours worked. Only Employees on 
the payroll, the effective date of the signing of the total Agreement (contract) shall be entitled to 
retroactive pay and longevity payments. 

Wages. 
1/1/2006 - Salary schedule increased by 1.0% across the board. 
1/1/2007 - Salary schedule increased by 1.0% across the board. 
1/1/2008 - Salary schedule increased by 1.0% across the board. 
Those Employees whose salary for 2006 is at or above Step 10 of the assigned grades or 
Employees who reach the top step during the life of this Agreement will receive the following 
wage increases thereafter in salary per year as no movement in step is received: 
1/1/2006 - Salary increase of 3% 
1/1/2007 - Salary increase of 3% 
1/1/2008 - Salary increase of 2% 
7/1/2008 - Salary increase of 2% 
Effective 1/1/2003 and thereafter, all Employees will move to the next step in grade on the fourth 
pay period of the month of their anniversary, based on the Employees' benefit date. 
Grade Advancement - Individuals who are promoted to a title that is one grade higher will 
move to the step of the new grade that provides for at least a five (5) percent increase. 
Employees whose appointment moves them more than one grade higher from their existing 
grade will receive an additional increase of at least 2.5 percent for each additional grade 
advanced (for example, an Employee who moves from a grade ten to a grade twelve would move 
to a step which provides them at least a 7.5 percent increase). After completing one year of 
service in the appointment, the Employee will advance to the next closest salary step on the last 
pay period of his or her anniversary date. No Employee will get an increase that exceeds the 
salary assigned for Step ten of the new grade. 
1 Longevity 
Effective January 1, 2006, all Bargaining Unit Employees will be eligible to receive 
longevity payment in accordance with the enclosed schedule based on their years of continuous 
service with Albany County: 
Years of Continuous Countv Service Amount 
10-14 years $1,000.00 
15-19 years $ 1,350.00 
20-24 years $1,800.00 
25+ years $2,350.00 
The only allowable interruption in service is an official leave of one (1) year or less. 
Resignations and terminations are considered intemptions in service for longevity 
payments. 
Longevity payments will be paid on the fourth ( 4 ~ )  pay period of their anniversary based 
on their benefit date. 
1 There is no pro-rating of longevity. 
1 Charge premium - $1.00 per hour. 

